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Foreword 



T his report, "Teaching to Higher Standards: New York's Commit- 
ment," culminates the two-year effort of the Regents Task Force on 
Teaching which was ably chaired by Vice Chancellor Diane 
O'Neill McGivern and Regent Robert M. Johnson. During those two 
years, the Task Force met more than two dozen times; conducted eight 
public forums around the State; conferred extensively with a wide varietty 
of constituents and public officials; consulted with national experts; and 
surveyed the literature and experiences in other states. Throughout, the 
Task Force was supported skillfully by at least 48 members of State Educa- 
tion Department staff. 

The heart and soul of this report are the recommendations for action 
that are proposed to fill four key gaps between the current state and our 
goal of an educational system with caring and competent teachers who 
guide their students to mastery of the knowledge and skills needed for 
productive and fulfilling lives. 

When the Board of Regents unanimously approved the report on July 
16, 1998, they embraced a far-reaching set of reforms that wiU change for- 
ever what occurs in our schools and teacher-preparing colleges and uni- 
versities. Nothing less will do if our children and grandchildren are to 
meet the high standards we have set for them. 




Chancellor, New York State President of the University of the 

Board of Regents State of New York and 

Commissioner of Education 
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Introduction 



Teaching to Higher 
Standards 

I n 1996 New York began a 

sweeping reform of elementary, 
middle and secondary educa- 
tion. No less dramatic reform is 
needed in teaching - in the way we 
recruit, prepare, certify, and contin- 
ue to educate teachers. 

High standards must drive this 
reform. We are requiring higher 
standards of learning from stu- 
dents and from schools. Now we 
must require higher standards from 
teachers and from all those who 
prepare and support them. 

To set higher standards of learn- 
ing, New York adopted stronger 
graduation requirements for stu- 
dents, more rigorous tests, and 
annual School Report Cards. To 
ensure that students achieve those 
standards, we must also dedicate 
ourselves to building educational 
capacity where it counts the most - 
in the classroom, starting at the 
front of the classroom. The impor- 
tance of good teaching cannot be 
overstated. Efforts to establish 
higher learning standards will only 
work if they are embraced by com- 
mitted professionals who are ready 
and willing to help students meet 
the standards. 

A majority of teachers already 
meets those qualifications. Virtual- 
ly all adults can remember teachers 
who enhanced their love of learn- 
ing or taught them crucial skills 







and interests that they continue to 
use. But the system that produces 
and evaluates teachers is not ade- 
quate to ensure that all teachers 
reach higher standards of excel- 
lence. And that must be our goal. 

New York has a unique opportuni- 
ty to take new steps that will 
enable us to meet this goal. Within 
the next decade, more than half of 
all public school teachers will 
become eligible to retire. Within the 

next two decades, about 70 percent 

will retire. We can improve the sys- 
tem to attract, prepare, approve, 
support, and keep the best teachers 
- if we act now. ■ 



What Are We 
Looking For? 

T eachers have a greater influ- 
ence on students than anyone 
else outside of their families. 
We must create an educational sys- 
tem in which caring and competent 
professionals enable all of our stu- 
dents to master the knowledge and 
skills they will need to be success- 
ful in the next century. 

To achieve this goal, we must 
create a system of teaching and 
teacher preparation that ensures: 

■ All public school students have 
appropriately certified teachers 
who have met the high stan- 
dards of rigorous teacher edu- 
cation programs. 

■ All teacher education programs 




Opportunity for change 

M\n the next 10 years, 

5Q7o of the teaching 
workforce will be eligible for 
retirement. 



produce high quality teacher 
candidates. 

The teaching force reflects the 
State's diversity. 

Programs are in place to ensure 
that hard-to-staff areas have 
access to highly qualified teach- 
ers. 

All teachers regularly partici- 
pate in professional develop- 
ment linked to the learning 
needs of their students. 

Poorly performing teachers are 
given opportunities and assis- 
tance to improve their teaching, 
and, where unsuccessful, are 
removed from the classroom in 
a timely manner. 

All schools have educational 
leaders prepared to meet the 
challenges of school improve- 
ment. 

The state of teaching and 
teacher education is continually 
reviewed by all stakeholders; 
needed changes are made in a 
timely manner. 
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Uneven Student Perfdrmancdi 






yi997, only 23% of graduates from higl^eM 
Regents diplomas ' ^ 

—compared to 53% in the rest'dUHfe;^tati^ . ' 

□ 1997, only 74% of third-grade studenitb districts 

scored above the statewide reteren(^pptni|[^ 

— compared to 95% in the rest bt the StatepS^^^ 
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eter: teacher salaries in the high- 
need schools are 17 percent lower 
than in the rest of the State. 



N ew York has a lot of work 
to do to achieve this ideal. 
Right now, many students, 
especially those most in need of 
extra help, do not learn to their full 
potential. The School Report Cards 
for 1998 do show significant gains 
in reading, mathematics, and other 
subjects. But just over half as many 
students in high-poverty, high- 
minority schools pass Regents 
Exams and perform well on other 
State tests as do students in the rest 
of the State. This astonishing dis- 
parity has many causes. Some of 
them relate to teaching and stem 
from several critical gaps in New 
York State education. 



Gap 1: New York does not 
attract and keep enough of the 
best teachers where they are 
needed most. 

The students who perform most 
poorly are in schools with the least 
experienced teachers and the most 
teachers with temporary licenses, 
with the lowest teacher salaries and 
the highest teacher turnover. These 
schools typically attract less quali- 
fied teachers because they are also 
the schools that spend less money 
than others. One significant barom- 



In addition, the teaching force is 
not diverse enough. Minority 
teachers serve as role models for all 
students, and often bring critical 
understandings and perspectives to 
the classroom. Forty-four percent of 
the State's public school cfiildren 
are minorities, but only 15 percent 
of the teachers are minorities. And 
few teachers are required through 
their college courses to understand 
how to meet the needs of students 
from diverse backgrounds. 

Furthermore, teacher education 
programs in such critical areas as 
mathematics, the sciences, special 
education, English as a second lan- 
guage, and bilingual education are 
producing too few qualified gradu- 
ates to meet the need in all areas of 
the State.* 



Gap 2: Not enough teachers 
leave college prepared to 
ensure that New York's students 
reach higher standards. 

Statewide, one-sixth of would- 
be teachers fail one or more of the 
State's certification exams. Almost 
one-third of candidates taking the 
exams in New York City fail. The 
quality of teacher training varies 



greatly. As few as 30 percent - and 
as many as 100 percent - of the 
graduates of some colleges pass the 
certification exams. 



Gap 3: Not enough teachers 
maintain the knowtedge and 
skills needed to teach to high 
standards throughout their 
careers. 



Continuing professional devel- 
opment is frequently inadequate 
and not focused on student needs. 
Recent surveys show that some 
teachers get as many as 30 hours 
per year related to high standards 
of learning, but many others get 
inconsequential amounts or none. 



Gap 4: Many school environ- 
ments actively work against 
effective teaching and learning. 

The schools with the highest 
needs usually have the fewest 
resources to solve those needs. The 
students most at risk try to learn in 
classrooms that are overcrowded, 
in poor condition, and equipped 
with outdated textbooks. Most 
schools in high-need districts, for 
example, are over 50 years old and 
require significant repair or replace- 
ment. 

These gaps, although reviewed 
separately here, are all related. 
Minorities are seriously underrep- 
resented in the teaching profession. 
In addition, the teaching profession 
does not attract and keep enough 
of the best and brightest where 
they are needed most, because of 
lower salaries and poor working 
conditions. A significant number of 
those who do become teachers are 



♦ 




See Appendix A for comparison of temporary licenses issued versus initial certificates issued. This comparison identifies 
two important issues. For some certificate titles, too few graduates are available to meet local need and, in other cases, the 
graduates are not located in the high-need areas. 



11 




not well enough prepared and do 
not get enough continuing profes- 
sional development. Teachers too 
often work in decaying schools that 
are crowded and have the least 
adequate books and technology. 
The result: too many students do 
not get the extra help they need to 
overcome poverty and learn to 
their full potential. 




W hat should New York do 
to reform the teaching 
profession and help close 
these gaps? We must take prompt 
action in seven major areas: 

■ Adopt clear, rigorous standards 
for teachers. 

Teachers must demonstrate the 
knowledge, skills, and under- 
standing required to teach to 
the higher student learning 
standards adopted by the Boand 
of Regents and must meet new, 
more rigorous rules for certifica- 
tion. 

■ Recruit and keep the best 

teachers where they are needed 
the most. 

A State-funded recruiting pack- 
age of financial, educational, 
workplace and other incentives 
will attract and keep the best 
talent in hard-to-staff school 
districts and subject areas. 

■ Enforce high standards for 
teacher education programs. 

All teacher education programs 
must meet more demanding 
standards, including rigorous 
accreditation, and be held 
accountable for meeting those 
standards. 

■ Require school districts to 
develop a plan to provide sub- 



id 





stantial professional develop- 
ment for all teachers. Require 
all new teachers to maintain 
their teaching certificates in 
good standing by periodically 
demonstrating continuing com- 
petence through professional 
development. 

School districts must provide all 
teachers with enough profes- 
sional development to ensure 
they meet the needs of their stu- 
dents. All new teachers must 
maintain their teaching certifi- 
cates in good standing every 
five years by demonstrating 
they have completed ongoing 
professional development that 
meets the needs of their stu- 
dents. 

■ Increase accountability for the 
quality of teaching in local 
schools. 

The State will establish more 
rigorous criteria and training 
that school administrators must 
use to evaluate teachers, require 
teachers who are rated unsatis- 
factory to undertake an 
improvement plan, and report 
the results of teacher evalua- 
tions in the School Report Card. 

■ Maintain high standards and 
accountability through a "Pro- 
fessional Standards and Prac- 
tices Board." 

The Board of Regents will 
appoint, a board of outstanding 
educators and public represen- 
tatives to help achieve high 
standards in resolving all criti- 
cal issues, including mentoring, 
professional development, certi- 
fication requirements, and 
accreditation of teacher educa- 
tion programs. 

■ Advocate more funding for 
high-need schools. 



1996-97 

Uneven teacher availability: 

9 21,500 teaching/pupil personnel 
certificates were issued, but 
only 5,900 newly certified 
teachers were hired. 

911% of NYC teachers are NOT 
certified in the areas they teach, 
4.5% statewide. 

H 12% of teachers in schools with 
high percentage of minority stu- 
dents are NOT certified, 5.4% in 
schools having low percentage 
of minorities. 

Making schools better places in 
which to learn requires a com- 
mitment to increase and target 
funding effectively. The State 
needs to focus new money 
where it matters most, in the 
highest-need schools: to repair 
or replace decaying classrooms, 
buy more books and other 
learning tools, and raise stan- 
dards and achievement in the 
classroom. Various proposals by 
the Regents and others will help 
solve these problems. The need 
to act is urgent. 

This call to action must not be 
viewed as disparaging the teachers 
in our classrooms. Most of them are 
dedicated and able individuals 
who have chosen this profession 
for the best of reasons. Far-reaching 
change is required because the 
expectations, standards and chal- 
lenges for teachers are growing 
dramatically. We must respond 
with efforts that enable current 
teachers to enjoy success and new 
teachers to enter the profession 
with all necessary skills and sensi- 
tivities. 
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New York does not attract 
and keep enough of the 
best teachers where they 
are needed most. 




Attracting and Keeping 
the Best Teachers 




i 
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Attracting and Keeping the Best Teaehers 



Purpose: Recommendations: 



N ew York faces a short- 
age of qualified teach- 
ers. Already, more than 
10,000 adults teach with temporary 
licenses - most of them in New 
York City and other urban settings 
and in fields with shortages. Within 
the next decade, more than half of 
the 202,000 currently certified and 
practicing teachers will become eli- 
gible to retire. As we raise stan- 
dards, finding enough teachers 
could become more difficult. To 
attract, prepare, and keep the best 
teachers where they are needed the 
most. New York needs a package of 
financial, educational, and work- 
place incentives. 



A. Recruitment 

1. To more closely align teacher 
supply with demand, the Com- 
missioner will continually mon- 
itor available positions by 
teaching field and the supply of 
teachers in relation to current 
and projected hiring needs, and 
publish this information. An 
attempt will be made to distin- 
guish actual shortages from the 
effects of inefficient hiring prac- 
tices. 

2. The Regents will ask the Gover- 
nor and Legislature to support 

a competitive Teacher Incentive 
Program to attract or prepare 
well-qualified, certified teachers 
for certification areas and 
schools with shortages: 

■ Qualified*^ undergraduates 
will be awarded $4,000 
scholarships annually for a 
maximum of four years with 
the obligation to teach in an 
eligible school one year for 
each annual award. 

■ Qualified graduate students 
will be awarded a $10,000 
scholarship for one year 
with an obligation to teach 
three years in an eligible 

• school. 

■ . Qualified certified appli- 

cants will receive a $10,000 
bonus with the obligation to 
teach three years in a high- 
need eligible school. They 



will be required to have Per- 
manent or Professional Cer- 
tificates and strong recom- 
mendations from the most 
recent employing school, 
and to meet other screening 
requirements. 

■ Awards will be indexed to 
adjustments in the consumer 
price index. 

3. The Regents will submit legisla- 
tion to support a College/Uni- 
versity Incentive Program. This 
will be a competitive program 
providing a minimum of two- 
year grants to colleges, working 
in collaboration with local 
schools, to improve teacher 
preparation and attract quali- 
fied individuals to teaching. 
Example: a college initiative 
that provides tuition relief, spe- 
cial coursework, and other sup- 
port for qualified paraprofes- 
sionals and/or teachers with 
temporary licenses working in 
local school districts to help 
them earn degrees and state 
certification. Another example 
would be the development of 
an integrated bachelor's/ mas- 
ter's program for teacher prepa- 
ration. 



* The Regents will establish in regulations criteria for qualified applicants, including academic achievement and other fac- 
O such as commitment to serve in hieh-need and low- wealth districts. 

ERIC 
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TEACHER TURNOVER RATE 



Teacher Turnover Hate Increases as the Percent of Minority 
Students in a School Increases 



25 % , 




0 - 20 %* 21 - 40 % 41 - 60 % 61 - 80 % 81 - 100 % 

NYC 



Total Public 

4. The Regents will submit legisla- 
tion to support a 
Business/Industry Challenge 
Program. This program will 
provide matching grant funds 
to a community to help address 
issues that hinder teacher 
recruitment. State funds, which 
must be matched with private 
and/or local government funds, 
can address issues relating to 
safety, parking, work environ- 
ment, housing and any other 
issues identified as impedi- 
ments to teacher recruitment 
and retention. Local govern- 
ments must be partners in this 




Solution; 



Encourage institutions to develop 
innovative teacher education pro- 
grams to prepare individuals chang- 
ing careers or returning to teaching. 



program to ensure a coordinat- 
ed effort in removing barriers tB 
teacher recruitment and reten- 
tion. 

5. The Regents will submit legisla- 
tion to support a Master 
Teacher Program. This program 
will help outstanding teachers 
with Permanent or Professional 
Certificates to achieve advanced 
certification from the National 
Board for Professional Teaching 
Standards (NBPTS). Teachers, 
with the support of the school 
district, can apply to the Com- 
missioner for grants to support 
application fees, preparation 
time, and substitute teachers. 
Teachers achieving NBPTS certi- 
fication with State support will 
agree to provide help such as 
mentoring and other forms of 
peer assistance, and will be con- 
sidered for membership on the 
Professional Standards and 
Practices Board. 



6. The Regents and the State Edu- 
cation Department will initiate a 
campaign to encourage students 
to choose teaching as a profes- 
sion. The Regents will seek 
external funding to help sup- 
port this initiative. 

^7. Through program registration, 
the Commissioner will actively 
promote cooperation between 
two-year and four-year colleges 
‘ to streamline the preparation of 
‘teachers. The use of jointly reg- 
'istered programs and other 
institutional agreements will 
^eliminate duplication and ease 
Student transfer. 

[ 6 . ftie Commissioner will remove 
&By unnecessary barriers to cer- 
Biying qualified teachers from 
out-of-state. The Commissioner 
will no longer require candi- 
dates holding valid certificates 
from states with comparable 
assessment requirements, or 
candidates with NBPTS certifi- 
cation, to achieve qualifying 
scores on the New York State 
Teacher Certification Examina- 
tions. 

9. Current authority under section 
3006(1 )(d) of Education Law 
and section 80.33(c) of Commis- 
sioner's Regulations to issue 
temporary licenses to visiting 
practitioners who present 
unusual qualifications in a spe- 
cific subject to supplement the 
regular program of instruction 
will be used to create additional 
instructional capacity where 
needed and appropriate. Per- 
sons with extraordinary back- 
grounds will be able to add to a 
district's instructional program. 



B. Temporary Licenses 

1. Effective September 1, 2003, the 
Commissioner will no longer 
issue temporary licenses. Prior 
to the 2003 termination date, the 
following limitations will apply: 

■ the number of teachers with 
temporary licenses 
employed in a district will 
be reduced according to a 
schedule established by the 
Commissioner based on pro- 
jected teacher supply and 
demand data; 

■ only districts that have hir- 
ing procedures allowing 
them to recruit and fill all 
positions by the start of the 
school year will be eligible 
to apply for temporary 
licenses; and 

■ effective September 1, 1999, 
no new teachers with tem- 
porary licenses will be 
employed in schools under 
registration review (SURR). 

2. To increase the accountability of 
districts employing teachers 
with temporary licenses, effec- 
tive September 1, 1999, the 
School Report Card will include 
the number of teachers with 
temporary licenses and the sub- 
jects in which those teachers are 
providing instruction. The 
report card will also include 
data for the previous five years 
regarding employment of teach- 
ers with temporary licenses. 

3. The Regents and the Depart- 
ment will continue to monitor 
the availability of teachers and 
take appropriate steps if the 
supply of certified teachers falls 
significantly below the demand. 



Raiimale: 



he need to focus new finan- 
cial resources on teacher 
availability and recruitment 
is well supported by the facts. A 
shortage of qualified teachers 
already exists in critical areas. 
Although New York State newly 
certifies many more teachers than it 
hires (i.e., in 1996-97, 21,500 teach- 
ing certificates issued compared 



cent of teachers in schools with a 
high percentage of minority stu- 
dents were not certified in the field 
in which they were teaching, com- 
pared to 5.4 percent in schools with 
a low percentage of minorities. The 
New York City SURR schools had 
the highest percentage of uncerti- 
fied teachers at 16.4. Overall, 11 
percent of New York City's teachers 
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with 5,900 newly certified teachers 
hired), most certificates are issued 
for teaching fields in lower 
demand. Of the 202,000 public 
school teachers statewide in 1996- 
97, up to 9,067 in New York City 
were teaching with temporary 
licenses. Elsewhere in the State, 
1,185 teachers held temporary 
licenses. 

The vast majority of teachers 
with temporary licenses are in com- 
munities with the highest number 
of at-risk students. In 1997, 12 per- 



were not certified in their teaching 
area. In the four other large cities, 7 
percent were not certified. In the 
rest of the state, 4.5 percent were 
not certified. The least qualified 
teachers are teaching the students 
most at risk. 

Adding to this problem, almost 
half of current teachers are expect- 
ed to retire within the next decade. 
Other factors, such as increased 
enrollment, new universal pre- 
kindergarten programs and a 
reduction in the student-to-teacher 




best 
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ratio in the early grades will 
require virtually all districts to 
increase the number of teachers. 

For example, because of student 
enrollment, retirements and new 
program mandates. New York City 
alone expects to hire approximately 
8,000 new teachers in each of the 
next four years. 

We also need to increase the 
diversity of the teaching force. 
Minority teachers serve as role 
models for all students, and often 
bring critical understandings and 
perspectives to the classroom. In 
1996-97, 44 percent of students 
statewide were minorities, but only 
15 percent of teachers. In New York 
City, 84 percent of students and 35 
percent of teachers were minorities. 

By recruiting certified teachers 
immediately to hard-to-staff areas, 
the Teacher Incentive Program will 
address the critical shortages that 
exist now. Through financial incen- 
tives to undergraduate and gradu- 
ate students, this program will help 




Percentages of Minority Students and Minority Teachers 
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create a pool of highly qualified, 
certified teachers to work in hard- 
to-staff schools. The National Com- 
mission on Teaching and America's 
Future reported that "wealthy dis- 
tricts that pay high salaries and 
offer pleasant working conditions 
rarely experience shortages in any 
field. Districts that serve low- 
income students tend to pay teach- 
ers less and offer larger class sizes 
and pupil loads, fewer materials, 
and less desirable teaching condi- 
tions, including less professional 
autonomy. For obvious reasons 
they have more difficulty recruiting 
teachers." Overall, we anticipate 
that the proposed Teacher Incen- 
tive Program can add approximate- 
ly 1,500 new teachers in the first 
year (up to 3,500 new teachers per 
year after six years) for hard-to- 
staff geographic and subject matter 
areas. 

The proposed Teacher Incentive 
Program, College/University 
Incentive Program and Master 
Teacher Program will have as pri- 
orities improving the number and 
status of certified minority teachers. 
Together they will increase the 
number of certified minority teach- 
ers employed in the State, increase 
the number of paraprofessionals 
and minorities receiving State certi- 
fication, and increase the number of 
outstanding teachers, including 
minority teachers, who qualify for 
advanced certification and recogni- 
tion by the National Board for Pro- 
fessional Teaching Standards. These 
individuals will then be expected to 
provide valuable service as mentors 
and as leaders within the teaching 
profession. 

The College/University Incen- 
tive Program will also help prepare 
qualified paraprofessionals for cer- 
tification. This is an excellent way 
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to increase the supply of certified 
teachers and diverse teachers in 
our urban classrooms. David 
Haselkom, president of Recruiting 
New Teachers and co-author of 
Breaking the Class Ceiling, a pioneer 
study of paraeducator-to-teacher 
programs, notes that "paraeduca- 
tors (paraprofessionals) are sea- 
soned classroom veterans whose 
maturity, comprehensive training, 
and experience helps them excel — 
and remain — in America's most 
challenging classrooms." The 
record of the Teacher Opportunity 
Corps at the State University Col- 
lege at Buffalo confirms this. In 
1996, 70 percent of the paraprofes- 
sionals who graduated during the 
previous decade were still teaching 
in the Buffalo Public Schools. New 
York City's Career Training Pro- 
gram, a collaboration with the 
United Federation of Teachers, has 
turned more than 7,000 paraprofes- 
sionals into teachers, with 1,650 
entering teaching in just the past 
four years. 

We need to do more. Parapro- 
fessionals often have serious acade- 
mic and life issues that serve as 
barriers to degree completion and 
certification. Successful State pro- 
grams such as the Higher Educa- 
tion Opportunity Program and the 
Liberty Partnerships Program show 
that such serious barriers can be 
overcome and students can achieve 
their goals. The CollegeAJniversity 
Incentive Program will provide 
needed resources to build upon 
past successes and expand our 
efforts to assist paraprofessionals to 
achieve certification. 



The Business/Industry Challenge 
Program will provide an incentive 
to communities that are willing to 
address the problems in recruiting 
and retaining qualified teachers. 
Business, industry, and local gov- 
ernments have an important stake 
in a sound educational system. 

They must be strong partners in 
New York's reform effort. Business 
and industry should use their 
resources to help support initiatives 
to improve the work environment 
for teachers in their communities. 
Local government should commit 
their support and resources to 
resolve issues relating to building 
codes, zoning laws, the use of 
municipal property, and cutting 
through "red tape." These wiU be 
critical factors in whether recruiting 
efforts will succeed. Proposals 
funded under the Business/Indus- 
try Challenge Program must 
demonstrate that local govern- 
ments are ready and willing to 
make these proposals work. 
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Not enough teachers 
leave college prepared to 
ensure that New York’s 
students reach higher 
standards 




2. New Teacher Certification System 

3. New Certificates for Classroom Teachers 
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Programs 

5. Professional Standards and Practices 
Board 




19 







Teacher Standards 



Purpose: 

N ew York must clearly 
identify the knowledge 
and skills a teacher 
must have to meet the learning 
needs of students. These teacher 
standards will help shape our 
teacher education programs and 
guide preparation of teacher certifi- 
cation examinations. 




The teacher has a solid 
foundation in the arts and 
sciences, breadth and depth 
of knowledge of the subject 
to be taught, and 
understanding of subject 
matter pedagogy and 
curriculum development. 




Recommendailons: 

T eacher standards will include 
the following: 

1. The teacher promotes the well- 
being of all students and helps 
them learn to their highest levels 
of achievement and indepen- 
dence, demonstrating an ability 
to form productive connections 
with students with diverse char- 
acteristics and backgrounds, stu- 
dents for whom English is a 
new language, students with 
varying abilities and disabilities, 
and students of both sexes. 

2. The teacher has a solid founda- 
tion in the arts and sciences, 
breadth and depth of know- 
ledge of the subject to be taught, 
and understanding of subject 
matter pedagogy and curricu- 
lum development. 

3. The teacher understands how 
students learn and develop. 

4. The teacher effectively manages 
classrooms that are structured in 
a variety of ways, using a variety 
of instructional methods, includ- 
ing educational technology. 

5. The teacher uses various types 
of assessment to analyze teach- 
ing and student learning and to 
plan curriculum and instruction 
to meet the needs of individual 
students. 

6. The teacher promotes parental 
involvement and collaborates 
effectively with other staff, the 
community, higher education. 



other agencies, and cultural 
institutions, as well as parents 
and other caregivers, for the 
benefit of students. 

7. The teacher maintains up-to- 
date knowledge and skills in the 
subject taught and in methods 
of instruction and assessment. 

8. The teacher is of good moral 
character. 



Rationale: 

s a first step in setting stan- 
dards for teachers, the 
Regents reviewed the stan- 
dards of the Interstate New Teacher 
Assessment and Support Consor- 
tium (INTASC), of which New York 
State is a member, and the stan- 
dards and principles developed by 
others, including the National 
Board for Professional Teaching 
Standards (NBPTS). The standards 
proposed parallel these nationwide 
efforts and will serve to support 
achievement of the New York State 
student learning standards. These 
teacher standards, therefore, should 
be the basis for developing stan- 
dards for the approval of teacher 
education programs, more detailed 
requirements for specific teaching 
certificates, and guidelines for pro- 
fessional development. 
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New Teacher Certification System 



Purpose: RecommenMions: 



H igher standards for stu- 
dents require higher 
standards for teachers. 
New York must begin by giving 
future teachers strong academic 
preparation in rigorous teacher edu- 
cation programs. Prospective teach- 
ers must then complete a master's 
degree program and pass all State 
certification exams before receiving 
their initial certificate. We must help 
new teachers to be successful in the 
classroom by providing them with a 
mentor during their first year of ser- 
vice. Finally, teachers should receive 
a professional certificate only after 
they have successfully completed 
three additional years of teaching 
beyond the mentored experience. 



1. Beginning February 2, 2003, the 
Commissioner will issue an Ini- 
tial Certificate, valid for up to 
five years, upon evidence that 
the candidate has: 

■ completed an approved pro- 
gram of teacher education; 

■ earned a bachelor's degree 
and a master's degree"^"^ and 
received a recommendation 
for certification from an 
authorized institution 
awarding the master's 
degree (Study in the subject 
matter area and study in 
teaching methods may occur 
at the undergraduate or 
graduate level or both.); and 

■ achieved qualifying scores 
on the revalidated Liberal 
Arts and Sciences Test 
(LAST), Assessment of 
Teaching Skills (ATS), and 
Content Specialty Test 
(CST). 

A teacher candidate completing 
all requirements for the initial 
certificate with the exception of 
a master's degree will receive a 
transitional certificate for up to 
two years provided that the 
first year is mentored teaching. 
A transitional certificate will 
allow an individual to teach for^ 
up to two years while complet- 
ing the master's degree. The 



Regents will monitor this provi- 
sion to determine the feasibility 
of phasing out the transitional 
certificate. 

2. Beginning February 2, 2003, the 
Commissioner will issue a Pro- 
fessional Certificate, upon evi- 
dence that the candidate has: 

■ completed the equivalent of 
one year of mentored teach- 
ing; and 

■ completed three years of sat- 
isfactory teaching experi- 
ence beyond the mentored 
experience which will 
include annual professional 
reviews as set forth in the 
section. Improving Local 
Accountability. 

3. When the new teacher certifica- 
tion system is fully implement- 
ed, the Regents will ask the Pro- 
fessional Standards and Prac- 
tices Board to monitor the 
knowledge base of teachers as 
they progress from the initial 
certificate to the professional 
certificate, including the exami- 
nation of teachers' portfolios. 
The Board will report back to 
the Regents on whether an 
advanced content specialty test 
is needed as a requirement for a 
professional certificate to ensure 
the competency of the teacher. 



* Current regulations relating to the renewal of a provisional certificate will be carried forward for an initial certificate. 
** An exception applies to certificates for teachers of certain occupations, e.g., vehicle repair or cosmetology, who are not 
required to earn bachelor's and master's degrees. 
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4. The Commissioner will require 
teachers holding Professional 
Certificates to maintain their 
certification in good standing 
based on satisfactory profes- 
sional development, as 
described in the section, Ensur- 
ing Continuing Competence. 

5. In certain limited cases, the 
Commissioner will issue certifi- 
cates to candidates lacking a 
college recommendation if they: 

■ meet all other certification 
requirements and are certi- 
fied by states with compara- 
ble assessment requirements; 

■ have New York State teach- 
ing certificates and seek 
additional certificates; or 

■ hold an advanced certificate 
from the National Board for 
Professional Teaching Stan- 
dards (NBPTS). 

Teachers coming from other 
states and certified New York 



State teachers seeking an addi- 
tional certificate may substitute 
two years of satisfactory teach- 
ing for the mentored experience 
based on evidence of satisfacto- 
ry performance evaluations, as 
determined by the Commission- 
er. The Regents will ask the Pro- 
fessional Standards and Prac- 
tices Board to examine the need 
to allow transcript evaluation 
for teacher candidates seeking 
certification in hard-to-staff sub- 
ject matter areas. 

6. In order to qualify for certifica- 
tion, individuals wishing to 
teach after preparation for other 
careers will be expected to 
apply to approved teacher edu- 
cation programs for evaluation 
of their preparation and devel- 
opment of an individualized 
study plan. 

7. Effective September 2000 for 
individuals who do not hold 
any certificate, the Commission- 



Why Mentor Teachers? 

Studies indicate that mentored 

teachers: 

13 Make more effective transition 
from teacher preparation to prac 
tice. 

^ Have greater confidence in their 
teaching skills. 

M Focus on student learning much 
sooner. 

a Have significantly higher reten- 
tion rates. 

er will issue a Professional Cer- 
tificate in place of the existing 
Permanent Certificate based on 
the requirements for the Perma- 
nent Certificate.* This will con- 
tinue until the new require- 
ments for the Professional Cer- 
tificate become effective in 2003. 



Teachers with a Provisional Certificate issued prior to the enactment of new regulations will continue to be eligible for a 
Permanent Certificate. 



orHriMltJH iNhivibuAiMOViNG through proposed new certification system^ 
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BEST COPY AVAIUBLE 





T oday a new teacher can get a 
provisional certificate and 
begin work with only a bach- 
elor's degree and without passing 
the Content Specialty Test, a certifi- 
cation exam that measures know- 
ledge of the subject to be taught. 
Teachers can receive permanent 
certificates after two years of expe- 
rience without receiving any men- 
toring to help them succeed. This 
system is not adequate. New York 
needs to strengthen certification so 
that it ensures teachers have 
achieved high standards. 

By adopting the recommenda- 
tions outlined above, this State will 
require all certified teachers to 
begin employment with a demon- 
strated record of academic prepara- 
tion that is unequalled in the 
nation. No longer will children 
have teachers with uneven levels of 
knowledge and skill. We will elimi- 
nate the current provision that 
allows teachers to work for five 
years or longer before obtaining a 
master's degree. Instead, all teach- 
ers will go into the classroom with 
master's degrees achieved through 
the more rigorous teacher educa- 
tion programs proposed elsewhere 
in this report. Challenging pro- 
grams will equip teachers with 



more knowledge and skills about 
student developmental levels, more 
preparation in the liberal arts and 
sciences, diverse student teaching 
experiences and a better under- 
standing of special education and 
second-language acquisition. 
Requiring all academic preparation 
prior to entering the classroom will 
provide sufficient time for teachers 
to acquire the academic content 
and teaching methods that are 
needed. We have tempered our rec- 
ommendations by providing the 
option for some teacher candidates 
to complete their master's degree 
in up to two years while teaching. 
We recognize that, with increasing 
teacher retirements and the added 
expense of a graduate program to 
the student, such a provision may 
be necessary. The Regents will 
monitor this provision to determine 
the feasibility of phasing out the 
transitional certificate. 
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An accomplished professional 
will also mentor all new teachers. 
Mentoring is an effective means of 
easing the transition into the pro- 
fession for new teachers, and 
increases the likelihood of their 
retention. For this reason, we have 
recommended increased State 
funding to support the develop- 
ment of mentoring programs in 
more districts. 

Finally we must allow other, 
equally rigorous ways of achieving 
certification. Thus, the Commis- 
sioner may accept transcript certifi- 
cation for candidates who come 
from a state with comparable 
requirements, who already hold a 
New York State certificate in anoth- 
er teaching field, or who are certi- 
fied by the National Board for Pro- 
fessional Teaching Standards. 





